Introduction
the career development and employability of graduates through lifelong learning endeavours (Rocha, 2012) . Welldeveloped employability capacities help individuals to function successfully within a continuously evolving work environment and to contribute to business-crucial employer requirements over the course of their working lives (Daniels & Brooker, 2014; Tomlinson, 2010) .
Background to the study
Individuals' employability has been associated with their agency in proactively managing their careers beyond those offered by the organisation (Hall, 2013; Hess, Jepsen & Dries, 2012; McArdle, Waters, Briscoe & Hall, 2007; Sullivan, 2013) . Contemporary career theory therefore emphasises career adaptability across the lifespan as a critical skill for career management agency (Del Corso, 2013; Hess et al., 2012) . Career adaptability refers to the self-regulatory psychosocial resources individuals need to successfully manage current and anticipated career transitions and adjustments (Savickas, 2013) . Notions of graduate level employment positions and linear, upward career paths are no longer realistic expectations for graduates in the 21st century work environment (Wickramasinghe & Perera, 2010) . Career paths and patterns have become unpredictable and more blurred with the advent of globalisation and the mobilisation of workers across boundaries, organisations and enterprises (Hall, 2013; Hess et al., 2012) . In order to sustain their employability, individuals must have the capacity not only to adapt within their respective occupations to keep up with advances in technology but also to adapt between occupations and different life roles at a rate that is unprecedented compared to previous generations (Del Corso, 2013) . The career is no longer seen as a lifetime commitment to one employer, but as a recurrent selling of innovative services and updated skills to a series of employers who need projects completed (Savickas, 2012) . Individuals must be flexible, proactive, embrace lifelong learning, seek out new skills and think globally in order to keep up with the pace of change and comply with the requirements of employers (Del Corso, 2013) .
Research purpose
In the current article, we were interested in exploring the relationship between graduate employees' employability capacities and their career adaptability. Both these constructs relate to self-regulatory capacities considered important for contemporary career management (De Guzman & Choi, 2013; Savickas, 2013; Van der Heijde, 2014) . Despite the apparent importance attached to employees' employability and career adaptability, there appears to be a general lack of research investigating the association between these constructs, especially in the South African workplace context. Research by De Guzman and Choi (2013) amongst technical secondary school students showed important associations between employability skills such as communication, problem solving and teamwork skills and career adaptability. The present study extends De Guzman and Choi's research by focusing on the employed professional graduate and by investigating a wide range of employability capacities recognised as being important for graduates' employability. Specifically, by employing canonical correlation analysis, we sought (1) to ascertain whether a significant relationship exists between a set of employability capacities and a set of career adaptability capacities and (2) to identify the variables that contributed the most to this relationship.
Literature review Employability capacities
Employability refers to the ability to gain and maintain employment and to manage employment transitions such as transitions between organisations and transitions between jobs and roles within the same organisation to meet changing job requirements (Hillage & Pollard, 1999; Wickramasinghe & Perera, 2010) . Employees are seen to be employable if they have up-to-date technical knowledge about their working domain, demonstrate openness and resilience towards contextual and workplace changes (Froehlich, Beausaert, Segers & Gerken, 2014) and if they are able to demonstrate a range of transferable generic capacities (Rocha, 2012) . Research scholars highlight problem solving and decision-making, critical thinking, writing and speaking (communication skills), proficiency in English, teamwork, interpersonal skills, research skills, information literacy and ethical awareness as important generic graduate employability capacities (cf. Dhiman, 2012; Faber, López & Prescher 2012; Griesel & Parker, 2009; McNeil et al., 2012; Spencer, Riddle & Knewstubb, 2012; Steur, Jansen & Hofman, 2012; Velasco, 2012) . The transformative nature of graduate employability capacities assists in cultivating three overarching attitudinal stances of personal and intellectual development: scholarship, global and moral citizenship and lifelong learning (Barrie, 2004; Coetzee & Schreuder, 2011; Steur et al., 2012) .
Scholarship represents graduates' attitude or stance towards the production and application of new knowledge in order to conscientiously solve complex problems within organisations and society (Barrie, 2004; Steur et al., 2012) . Problem solving and decision-making skills, analytical thinking skills and enterprising skills generally contribute to graduates' scholarship (Barrie, 2004; Coetzee, 2014a) . Employers regard the development of graduates' scholarship attributes (i.e. their problem solving, information and decision management and lateral thinking and creativity capabilities) as vital for graduate employability (Jackson & Chapman, 2011) .
Global and moral citizenship refers to graduates' attitude or stance towards the world and their communities. It generally includes the ability to function effectively, efficiently and responsibly as a person in communicating and interacting with people from diverse cultures, backgrounds and authority levels, both globally and locally (Coetzee, 2014b) . Ethical and responsible behaviour, presenting and applying information skills and interactive skills contribute to graduates' global and moral citizenship (Coetzee, 2014a) .
Lifelong learning relates to graduates' attitude or stance towards themselves and includes goal-directed behaviour and a continuous learning orientation (Barrie, 2004; Coetzee, 2014a) . Goal-directed behaviour is an important aspect of individuals' self-managed employability (Bezuidenhout, 2011) . A continuous learning orientation denotes a cognitive meta-awareness and openness towards one's own learning, a willingness to proactively engage in the process of acquiring new knowledge, skills and abilities throughout one's life and career in reaction to, and in anticipation of, changing technology and business performance criteria (Coetzee, 2014a) . Employability and continuous learning concerns have become an integral aspect of career success in the 21st century career environment (Hall, 2013) . Research by Coetzee (2014b) shows that scholarship capacities increase self-directed behaviour whilst global and moral citizenship attributes seem to enhance sense of agency and motivation. Graduates' employability skills and attributes were also shown to be positively associated with their optimism about future career prospects (Coetzee, 2012) .
Career adaptability
Career adaptability denotes a set of transactional resources comprising certain attitudes, competencies and behaviours that enable job search opportunities and facilitate the creation of alternative career improvement options, fitting oneself to preferred work contexts and participating positively in the work role (Duffy, 2010; Klehe, Zikic, Van Vianen, Koen & Buyken, 2012; Savickas, 1997 Savickas, , 2013 Tolentino et al., 2013) . The self-regulatory strengths underpinning individuals' career adaptability are seen to prepare them to cope with current and anticipated occupational changes and transitions and adjustments due to unpredictable changes in work and working conditions (Duffy, 2010; Savickas & Porfeli, 2012; Tolentino et al., 2013) . Career adaptability has been described along four different dimensions or syndromes, which include concern ('Do I have a future?': showing concern for one's future, being engaged in planning by being aware, involved and prepared), control ('Who owns my future?': degree to which an individual engages and exerts control over their future through decision-making, determination and agency), curiosity ('What do I want to do with my future?': how individuals gather occupational information and self-knowledge as they attempt to fit themselves into the world of work) and confidence ('Can I do it?': the degree to which individuals feel a sense of self-efficacy to overcome obstacles as they work to implement their career goals) (Del Corso, 2013; Savickas, 2005 Savickas, , 2013 Savickas & Porfeli, 2012) . The four domains of career adaptability are seen to relate to important vocational developmental tasks, which entail a primary adaptive goal that, when accomplished, builds a foundation for career success, future adaptability and growth (Hartung, 2013) .
Career concern involves a future orientation, feeling optimistic about it and demonstrating a planful attitude about the future (Hartung, 2013) . Being concerned about one's future requires one to be aware, involved and preparatory (Savickas, 2005 (Savickas, , 2013 . Career control involves a sense of self-direction and self-regulation prompted by taking responsibility for one's future and the career decisionmaking tasks it involves (Hartung, 2013) . Problems with career control can manifest as career indecision. Individuals with low sense of career control may tend to struggle with uncertainty and indecisiveness in today's work environment. Demonstrating personal control over one's career enables individual to better embrace uncertainty and concomitant anxieties (Del Corso, 2013) .
Career curiosity leads to productive career exploration stemming from an inquisitive attitude toward the career (Hartung, 2013) . Adapting to changing contexts or situations, individuals must display an inquisitive attitude and engage in exploration by experimenting, taking risks and inquiring (Savickas, 2005 (Savickas, , 2013 . Career confidence is reflected in demonstrating an efficacious attitude in solving problems and effectively navigating obstacles to constructing the future (Hartung, 2013) . Career inhibition (contrary to career confidence) occurs when individuals feel they are unable to work through occupational difficulties (Savickas, 2005 (Savickas, , 2013 . Career confidence is demonstrated in how individuals deal with the myriad stressors they may encounter throughout their lifetime along the career journey, for example sudden unemployment, lack of available jobs, health problems, family struggles, unexpected workplace challenges or pressure to learn new skills (Del Corso, 2013) .
Both graduate employability capacities and career adaptability are important self-regulatory psychosocial resources for individuals' continuous learning and employability (Bezuidenhout, 2011) . In the present article, we assumed that the transferable skills and attributes reflected in the graduate employability capacities may help to strengthen individuals' career adaptability. High levels of career adaptability are positively associated with future job search self-efficacy, employment status, perceptions of the future work self, person-environment fit (Guan et al., 2014) and career satisfaction (Zacher, 2014) .
What will follow
The next section elaborates on the research design for this study, including the research approach and method. The results are then presented and the findings discussed. The article concludes with a brief outline of the most important conclusions and implications for management. Finally, the limitations of the research design are outlined and recommendations for possible future research initiatives are formulated.
Research design Research approach
A cross-sectional, quantitative research approach was followed to collect primary data.
Method

Participants
A purposive non-probability sample (N = 196) of employed adults participated in the study. The participants were enrolled for further studies in the human resource management field at a distance learning higher education institution. They were employed in professional positions in the human resource field and comprised predominantly 88% black people and 73% women in the early career stage (80% < 45 years).
Measuring instruments
Graduate employability capacities were measured by means of the graduate skills and attributes scale (GSAS) developed by Coetzee (2014a) . The GSAS is a multifactorial self-rating scale consisting of 64 items and eight subscales: problem solving and decision-making skills (eight items, e.g. 'I consider the complexities of the larger cultural, business, and economic reality when approaching a problem or situation'), enterprising skills (nine items, e.g. 'I find it easy to identify business opportunities for myself, my community or organisation'), analytical thinking skills (four items, e.g. 'I can make a rational judgment from analysing information and data'), interactive skills (16 items, e.g. 'I find it easy to communicate effectively with people from different cultures, backgrounds and authority levels'), presenting and applying information skills (five items, e.g. 'The solutions I offer make a positive difference in my personal life, community or workplace'); ethical and responsible behaviour (five items, e.g. 'I uphold the ethics and values of my profession, community or workplace in all I do'), goal-directed behaviour (10 items, e.g. 'I develop plans for specific goals and tasks') and continuous learning orientation (seven items, e.g. 'I make sure that I keep myself up to date on technical knowledge and new developments in my field'). A six-point Likert-type scale (1 = never true for me; 6 = always true for me) is used for subjects' responses to each of the 64 items. Exploratory and confirmatory factor analysis by Coetzee (2014a) confirmed the construct and structural validity and internal consistency reliability of the GSAS in the South African context. In terms of the present sample, the overall scale obtained a reliability coefficient of 0.97. The internal consistency reliability coefficients for the eight subscales ranged between 0.76 (ethical and responsible behaviour) and 0.91 (interactive skills).
Career adaptability was measured by means of the career adapt-abilities scale (CAAS). The CAAS (Savickas & Porfeli, 2012 ) is a multifactorial self-rating measure, consisting of 24 items and four subscales: concern (six items, for example 'Thinking about what my future will be like'), control (six items, for example 'Taking responsibility for actions'), curiosity (six items, for example 'Becoming curious about new opportunities') and confidence (six items, for example 'Performing tasks efficiently'). A five-point Likert-type scale (1 = not strong; 5 = strongest) is used for subjects' responses to each of the 24 items. Confirmatory factor analysis by Maree (2012) confirmed the construct and structural validity and internal consistency reliability of the CAAS in the South African context. In terms of the present sample, the overall scale obtained a reliability coefficient of 0.94. The following Cronbach's alpha coefficients (internal consistency) for the four subscales were obtained: career concern (0.75), career control (0.72), career curiosity (0.79) and career confidence (0.80).
Procedure and ethical considerations
The survey was conducted during a school study programme that was attended by the participants. The participants were invited to voluntarily participate and signed an informed consent form. The privacy, anonymity and confidentiality of all the participants were ensured and honoured (e.g. the research responses were anonymous and only used for research purposes by the researchers). Ethical clearance and permission to conduct the research were obtained from the management of the university.
Statistical analysis
Descriptive statistics (means, standard deviations and Cronbach's alpha coefficients), Pearson's product-moment correlations (using SPSS) and canonical correlation analysis (using SAS) were performed. The practical significance (Cohen, 1992) for interpreting the Pearson's correlations (r) was as follows: r less than 0.10 for a small practical effect, r less than 0.30 for a moderate practical effect and r greater than 0.50 for a large practical effect. Multicollinearity concerns were set at r greater than 0.90 (Hair, Black, Babin & Anderson, 2010) . The relative importance of the canonical loadings was assessed by applying the cut-off criteria for canonical factorial loadings (≥ 0.30). The magnitude of the overall correlational relationships between the two variates of a canonical function and the practical significance of the predictive ability of the canonical relationship were determined by considering the r² type effect size (1 -0.λ; Hair et al., 2010) . The practical significance for interpreting the r² type effect size was in line with the guidelines of Cohen (1992) : r² less than 0.01 for a small practical effect, r² less than 0.09 for a moderate practical effect and r² greater than 0.25 for a large practical effect. The graduate attributes were treated as the set of independent variables and the career adaptability variables as the set of dependent variables. The participants' age, gender and race were used as controls to explore the relationships between the research variables.
Results
Descriptive statistics and correlations
The reliability coefficients reported in Table 1 show acceptable internal consistency reliability of the two scales and the subscales. The overall scale reliability coefficient of the graduate skills and attributes scale was very high (α = 0.97) as well as the reliability coefficient of the overall career adaptability scale (α = 0.94). These coefficients indicated strong overall internal consistency for the two scales.
As can be seen from Table 1 , the practical effect of the significant inter-correlations amongst the GSAS and CAAS Because of the strong zeroorder correlations between the subscales and the respective overall scale, the two overall scales were not included in the canonical correlation analysis in order to address concerns of possible multicollinearity.
The significant inter-correlations between the GSAS and CAAS variables were small to moderate in practical effect (r ≥ 0.15 ≤ 0.47; p ≤ 0.05), suggesting that multicollinearity did not pose a threat to the interpretation of the canonical correlation results. The associations between age, gender and race and the GSAS and CAAS variables were small in practical effect and regarded as negligible.
Canonical correlations
Canonical correlation analysis was used to study the multivariate relationships between the eight GSAS scores (problem solving and decision making skills, enterprising skills, analytical thinking skills, interactive skills, presenting and applying information skills, ethical and responsible behaviour, goal-directed behaviour and continuous learning orientation) and the four CAAS scores (career concern, career control, career curiosity and career confidence). The GSAS variables were treated as the set of independent variables and the CAAS variables as the set of dependent variables. Table 2 shows that the full model was significant using Wilks's multivariate test criterion (Wilks's lambda, λ, = 0.569, function 1: Fp = 2.65; p = 0.0001). Only the first function of the model was significant and contributed 29% (Rc² = 0.29) of the overall explained variation relative to the function. The full model r² type effect size (yielded by 1 -0.λ) was 0.43 (large practical effect), indicating that the full model explains an adequate proportion, about 43% of the variance shared between the two variable sets. The redundancy index results summarised in Table 2 show that the employability capacities explained 17% (Rc² = 17; moderate practical effect) of the variance in career adaptability and was able to predict 63% (large practical effect) of the proportion of variance in the individual original career adaptability variables. Table 2 provides the canonical coefficients (weights), canonical structure coefficients (Rc), canonical cross-loadings (Rc) and squared canonical loadings (Rc²). The four CAAS variables all loaded positively with the career adaptability canonical construct and were assumed to represent high career adaptability. Career concern (Rc = 0.43) showed the lowest loading in comparison with career control (Rc = 0.83), career curiosity (Rc = 0.83) and career confidence (Rc = 0.90).
Goal-directed behaviour (Rc = 0.90) and continuous learning (Rc = 0.90) showed the highest loading with the employability capacities canonical construct as measured by the GSAS, followed by problem solving and decision-making skills (Rc = 0.83) and interactive skills (Rc = 0.82).
Using 0.40 as the cut-off value for interpreting the results, Table 2 further shows that the employability capacities contributed positively in explaining the variance in three of the original career adaptability variables: career confidence (Rc = 0.49; 24%), career curiosity (Rc = 0.45; 20%) and career control (Rc = 0.44; 19%). The career adaptability variables contributed positively in explaining the variance in especially goal-directed behaviour (Rc = 0.48; 23%), continuous learning orientation (Rc = 0.48; 23%), problem solving and decisionmaking skills (Rc = 0.44; 19%), interactive skills (Rc = 0.44; 19%) and enterprising skills (Rc = 0.40; 16%).
Discussion
In this study we sought (1) to ascertain whether a significant relationship exists between a set of employability capacities and a set of career adaptability capacities and (2) to identify the variables that contributed the most to this relationship. Overall, the results showed positive associations between the employability capacities and career adaptability constructs. The lack of association between the biographical variables of age, gender and race and the participants' employability capacities and career adaptability could be attributed to the relatively small sample size.
In line with research by De Guzman and Choi (2013), we expected positive associations between the two sets of constructs and that the problem solving and decisionmaking skills, interactive (team) skills and presenting and applying information (communication) skills would be strong predictors of career adaptability. Our results showed that participants with high levels of problem solving and decision-making and interactive skills were also likely to be actively engaged in career management strategies relating to career control (taking responsibility for career decision-making and goal implementation), career curiosity (gathering occupational information) and career confidence (being confident about their ability to implement career goals and solve problems). These findings contributed empirical evidence in support of the view that career adaptability seems dependent upon individuals' problem solving strategies and decision-making abilities (Del Corso & Rehfuss, 2011) .
Although our results confirmed the importance of problem solving and decision-making and interactive skills in predicting individuals' level of career adaptability, our study revealed goal-directed behaviour and continuous learning as the strongest predictors of career adaptability. The findings showed that the lifelong learning capacities (goaldirected behaviour and continuous learning orientation) contributed the most to explaining higher levels of career confidence, career curiosity and career control. These three career adaptability capacities represent a sense of agency and responsibility (control), motivation and willingness (curiosity) and efficacy (confidence) to actively engage in vocational developmental tasks that will help individuals adjust proactively to unexpected needs that may arise from changes in the labour market or working conditions (Nota, Ginevra, Santili & Soresi, 2014; Savickas & Porfeli, 2012) . The findings contributed valuable empirical evidence in support of Hall's (2013) view that lifelong learning has become an important career meta-capacity for sustaining employability in the contemporary career environment. Career adaptability is also seen as an important resource throughout the lifespan for sustaining employability (Savickas, 2011) .
Limitations and future research directions
Several limitations need to be noted in the interpretation of the results. Firstly, canonical correlation analysis is a maximisation technique and in interpreting the results, researchers and practitioners should be aware of the possibility of overestimation due to the amplification of linear composites (Hair et al., 2010) . Secondly, the sample was confined to a relatively small group of human resource professionals, which limits the interpretability of the results to populations in different occupations. Testing the variables on various multicultural populations from various occupational groups may further inform theories of career adaptability in the employability context for diverse groups of employees. Thirdly, the self-report nature of the study could have contributed to spuriously strong relationships between the variables as a result of method variance limitation. Finally, the cross-sectional nature of our study limits the nature of data obtained to a specific moment in time. Much would be gained by future longitudinal research analysing the shift in levels of employability capacities and career adaptability as the career self-concept evolves over time.
Practical implications
The study suggests that developing professional graduates' employability capacities may strengthen their career adaptability. These capacities were shown to positively explain graduates' active engagement in career management strategies deemed important for their sustained employability in the contemporary career environment. More specifically, human resource practitioners and career development practitioners should ensure that graduate professionals continue to be engaged in challenging job assignments that draw on their problem solving, decision-making and teamwork skills as part of their on-the-job career development. Workplace-based career development interventions should consider problem-based learning activities, which have been shown to promote critical thinking and problem solving skills. Such activities should facilitate individual agency in self-directed learning, personal learning needs identification, collaborative teamwork and interaction with and learning from peers, mentors and coaches as a consequence of active participation in the learning process (Gurses, Acikyildiz, Dogar & Sozbilir, 2007) . Our research showed that a lifelong learning orientation and problem solving, decision making and teamwork skills were positively associated with higher levels of career adaptability, including career management strategies relating to taking responsibility for career decision-making and goal implementation, gathering occupational information and being confident about one's ability to implement career goals and solve problems. Career development interventions should generally focus on helping graduate professionals to articulate their employability capacities, including the 'transferable skills' that go beyond one occupation, in order to increase their confidence and selfefficacy in demonstrating their skills and abilities to manage their careers and employability (Del Corso, 2013) .
Conclusion
Notwithstanding the limitations of the research design, the study findings contribute new insights to contemporary career theory. Our study provides empirical evidence in support of theoretical views on the self-regulatory capacities underpinning individuals' career adaptability and employability in the South African workplace context. The multivariate approach in ascertaining the relationship between the two sets of variables helped to identify key employability capacities that explain individuals' level of career adaptability. It is trusted that the research will stimulate further research on a topic of contemporary relevance and importance for both individuals and organisations.
